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           Managing knowledge efficiently and effectively is considered a core 
competence for organizations to survive in the long run, so incentives play an important 
role in influencing of performance of employees , not available and not distributed 
equitably of incentives may be reflected directly on the performance of employees . 
          This research aims to contribute to enhance the performance of construction 
industry through investigating rewards systems in contracting construction companies in 
Gaza strip, measure the effectiveness applying reward system, determine the challenges 
for applying different reward system. 
          Data was gathered from employee in contracting companies by using questionnaire 
survey to assess the importance of  applying rewards systems in contracting companies, 
to fulfill these objectives, research was carried in to two stages: literature review and 
questionnaire survey. A total number of 103 questionnaire have been completed. And 
after making analysis using statistical package for the social sciences program (SPSS). 
          The result confirm that Most of the contracting companies have a comprehensive 
knowledge of positive and negative rewards systems and  most of these companies are 
used both of rewards system, the study also proved the effectiveness of incentive systems 
in the contracting companies operating in the Gaza strip turned out that the use of 
incentives lead to (raise the level of performance, increase productivity, increase 
performance speed of doing business, increase positive competition between the work 
crews, access to quality in the work done and compliance with specifications, application 
of safety factors at work), and there are  many obstacles facing the application of rewards 
systems in general contracting firms in the Gaza strip, majority of companies agreed that 
most these obstacles are (surrounding political circumstances, not to include incentives in 
the company's budget, the difficult economic conditions, misuse of powers in the 
distribution of incentives). And at the end asset of recommendation was made to encourage 
the firms to apply rewards systems. For example, work to strengthen the rewards system 
and make it more visible to staff and a more transparent and fair, including the incentives 
in the company's budget, and providing workshops for engineering companies to illustrate 





لـلل  الوـواف   ،في العمـ  للـا المـدل اللويـ  لبقاءالمعرفة بكفاءة وفعالية يعتبر النواة الأساسية للمؤسسات  ل إدارة
بشـك  مباشـر للـا أداء  سبشـك  لـاد  يمكـ  أ  يـنعك تو يعهـالـدت توفر ـا و  ،أداء العـاملي  اللـ تـيريرفـي ال مـاتلعـد دورا  ا
 العاملي . 
فـي  الوـواف و  المكافآتم  خلا  توقيق نظت  التشييدفي تع ي  أداء صنالة البناء و   مة لا البوث إلا المسا يهدف
ق أنظمـة التوفيـ  تلبيـ هتواجـ التـي والتوـديات الوـواف ،فعاليـة تلبيـق نظـات المكافـآت و  قياسو  ،شركات المقاولات في قلاع غ ة
لتقيـيت أ ميـة  وللـ  ،مـ  المـوظفي  فـي شـركات المقـاولات لـ  لريـق تو يـ  اسـتبيانات للـيهت البيانـاتتـت جمـ   قدالمختلفة. و 
الدراسـات السـابقة فـي  مراجعـةجـرل البوـث للـا مـرولتي    لأ ـداف، ـل  ا لتوقيـقو  لمقـاولات،نظت الوواف  في شـركات ا يقتلب
نسـبة الاسـتجابة مـ   ـل   صـلتخـلا  اسـتبيا  الدراسـة، ويـث و  مـ لات الصلة، تلا ـا بوـث ميـداني لجمـ  البيانـات  مواضي ال
باستخدات الو مـة الإوصـائية  للا تا ئيالإوصا  التولي  لم تتيتوافق م  الود المللود للدراسة و  ااستبيا  مم 301الشركات 
 )  .  SSPS الاجتمالية ( العلوتلبرنامج 
التوفيــ   مــةبينظ شــاملة ةمعرفــ ديهاالتوليــ  أ  معظــت شــركات المقــاولات العامــة لــ جنتــائ أظهــرتللــ ،  إلــا ةإضــاف
أربتت الدراسة فعالية أنظمـة الوـواف  فـي شـركات  كماكلا النظامي  في التوفي ،  تخدتمعظت الشركات تس أ و  لسلبيةالإيجابية وا
 سـرلة  يـادة الإنتاجيـة،  يـادة الأداء، مسـتول رفـ (   إلـات الوـواف  يـؤد  العاملة في قلاع غـ ة فتبـي  أ  اسـتخدا قاولاتالم
 ملابقتهـاالجـودة فـي الألمـا  المنجـ ة و  إلـاالوصـو   العمـ ، لـواقت بـي  الإيجابيـة المنافسـة  يـادة الألمـا ، إنجـا  فـي الأداء
 نـا  معيقـات تواجـه تلبيـق أنظمـة التوفيـ  فـي شـركات المقـاولات  أ ) و  العمـ  فـي الأمـا  لوامـ  تلبيـقللمواصفات العامة و 
 الوواف  إدراج لدت ، ي ( الظروف السياسية المويلة اتأكرر  ل  المعيق أ فيجمعت غالبية الشركات  ،العامة في قلاع غ ة 
النهاية تت وضـ  بعـ  في ،) الوواف  تو ي  في الصلاويات استخدات الظروف الاقتصادية الصعبة و سوء الشركة، مي انية في
شفافية  أكررللموظفي  و  أكرر وضووا   جعلهاالوواف  و  نظاتالعم  للا تع ي   منهاالتوصيات لتشجي  الشركات للا تلبيقها و 
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CHAPTER  1                                                                                        INTRODUCTION   
  
Chapter1:Introduction 
1.1  Introduction : 
          This chapter contains general introduction of this research, where the background, 
problem statement , research Aim, research Objectives and outlines of the research were 
briefly described. 
1.2  Back ground : 
          Construction projects present the construction manager with many challenges, 
among them is the coordination of material, equipment, finances, and labor that must come 
together to produce the desired output. Moreover, analysis of any construction project will 
clearly show that the construction manager in firm is seeking to manage resources 
effectively and efficiently in order to complete the project; while the success with which 
the construction manager accomplishes that goal is highly dependent upon certain skills 
that he exhibits. 
          Many managers often lack an understanding or appreciation of human behavior and 
motivation; those managers that seek to understand human behavior and apply the 
principles of incentives to motivate the construction worker can and nearly always benefit 
through improved productivity. Furthermore, understanding rewards and incentives that 
will being able to apply in construction firms plays an important role in increasing 
productivity. 
          The labor is the most essential resource available to the construction manager and 
the most complex resource with which to deal. Therefore, the construction manager needs 
to understand the construction worker, also he needs to make sure that supervisors at all 
levels are sufficiently skilled, that they can satisfy the craftsman's need for sense of 
achievement; It is through an understanding of the concepts of rewards  that the 
construction manager can accomplish these objectives. 
          The focus of this research centers on how to motivate the construction employee 
toward increased productivity. 
Motivation is tied in with behavior; the proper motivational technique must be used with 
the given behavioral pattern to achieve the desired action, while different people are 
motivated by different methods, so that, understanding why person behaves in a certain 
manner can help the manger decide which motivation technique would best accomplish the 
manager's goal. 
1.3 problem statement : 
          Applying of rewards systems in contracting companies have many obstacles, which 
lead to concern in this field as, lack of clarity of the importance of incentives among 
officials in the contracting companies, the difficult economic circumstances in the country 
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due to the difficult political circumstances that lead to the reduction of the incentive system 
in companies. 
          Also, there are many companies do not adopt a budget for the incentives in the 
company's budget, moreover Increase the number of workers in companies that could lead 
to avoid the incentive system at work, and finally non-compliance with labor laws which 
leads to the non-application of the system of incentives in the construction companies. 
          These obstacles lead to direct in this study for incentives and its application in 
contracting companies in Gaza strip. 
 
1.4  Research Aim : 
          The aim of this research is to contribute to enhance the performance of construction 
industry through investigating rewards systems in contracting construction companies in 
Gaza strip. 
 
1.5  Research Objectives : 
 1- Investigate the adopted reward systems in Gaza strip contracting firms. 
2- Measure the effectiveness applying reward system. 
3- Determine the challenges for applying different reward system.  
 
1.6  Research scope : 
           In order to achieve the objective of the research, this research has been divided into 
two parts summary review, and analysis the collected data. 
           The summary review of literature is limited to development,  components and 
implementation. Moreover, the scope of the data collection that had been collected by 
questionnaire is limited to contracting companies classified in five governorates of Gaza 
strip, including the province of north, Gaza, middle Gaza , Khan younis and Rafah.  
 
1.7  Research Content : 
          This research consist of five chapters were organized as the following:    
 
 
CHAPTER  1                                                                                        INTRODUCTION   
  
Chapter 1 : Introduction . 
          This chapter contains general introduction of this research, where the background, 
problem statement , research Aim, research Objectives and outlines of the research were 
briefly described. 
Chapter 2 : literature review .   
          This chapter presents the literature review which reviewed the relevant literature on 
the subject with respect rewards systems success at project and organizational levels in 
construction industry. 
Chapter 3 : Methodology .  
          presents in details the research methodology was used in order to achieve the 
research objectives, in which the questionnaire and various qualitative and quantitative 
analytical methods applied were described. 
Chapter 4 : Data analysis and results discussion . 
          This chapter analyzes the data were collected from the questionnaire and discuss the 
results were obtained from applying the various quantitative and qualitative analytical 
methods. 
Chapter 5 : conclusion and recommendation . 
          This chapter presents the summary of this research and recommendations of this 
research were suggested for supervisors precisely. 
There are two Annexes, which supplement these chapters, they are : 
App 1 : The questionnaire (English Version) . 
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Chapter 2 : Literature review 
2.1 Introduction :  
Increasingly, organizations are realizing that they have to establish an equitable 
balance between the employee’s contribution to the organization and the organization’s 
contribution to the employee  Establishing this balance is one of the main reasons to 
reward employees. 
Reward system is an important tool that management can use to channel employee 
motivation in desired ways. In other words, reward systems seek to attract people to join 
the organization to keep them coming to work, and motivate them to perform to high 
levels, moreover the reward system consists of all organization components   –   including 
people processes rules and decision making activities involved in the allocate  of 
compensation and benefits to employees  in exchange for  their contribution to the 
organization , ( Pratheepkanth., 2011 ) . 
2.2 Knowledge management . 
2.2.1 Knowledge management definition. 
          Gajzler ( 2015  )  conducted that knowledge management can be defined as the 
identification  , optimization and active, ( management of intellectual assets to create 
value, increase productivity, and gain and sustain competitive advantage . 
Amayah et.al ( 2010 ) conducted that knowledge has been recognized both as an 
important organizational resource and a source of competitive advantage . To gain a 
competitive advantage , knowledge and expertise must be transferred from experts to those 
who, within an organization.  
Knowledge resources can divided into:  
 Explicit knowledge, which possessed from publication, law regulation and 
standards. 
 Tacit knowledge, which is not written anywhere, it is kept in minds of employees 
and result from their personal experience. 
2.2.2 Types of Knowledge Management systems . 
McElroy (2010) found that there are three types of knowledge management 
systems, first generation knowledge management systems center around people sharing 
ideas and knowledge with each other. 
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Second generation knowledge management, according to McElroy, focuses on 
employees working together to create knowledge, this approach promotes innovation in 
the organization. Third generation knowledge management systems concern with reward 
system. 
2.2.3 Benefits of knowledge management in construction : 
From previous studies there are similarities between them, about the benefits of 
knowledge management, according to (soetanto et.al.,2010)and(MohdZin et.al.,2011) there 
are many benefits can be record as follows :  
 Provide the individual with the information relevant to his needs or interests. 
 Helps ensure the right information gets to the right people at the right time to 
make the right decisions. 
 Improved team communication. 
 Reduced problem solving time. 
 Improved profitability 
 Consistency 
 Improved project management 
 Customer participation 
 Reduced design cycle time. 
 Business process improvement 
 Improved decision-making. 
 Improved efficiency of people and operations. 
 Improved innovation. 
 Increased flexibility to adapt and change. 
 Reducing process cycle times. 
 Reduce time to market. 
 Improved management learning. 
2.2.4 Implications to knowledge management system . 
Hussin et.al ( 2012 ) presented two implications for knowledge management 
systems, firstly Knowledge have implication on how KMS to design, secondly ( KMS ) 
should focus on knowledge as well as focus on people; furthermore(  KMS ) should have 
Function/feature not only for managing knowledge/information but also to facilitate 
people to stay in touch, connect together, so they able to share and thinking together 





2.2.5 Encouraging knowledge sharing among employees in construction 
organization by rewards. 
Sajeva ( 2014) reported that, reward systems are created in order to encourage 
employees to achieve organizational goals through proper performance and behavior, and 
it's often designed in many organizations to ensure proper knowledge sharing behavior. 
Intrinsic rewards are psychological or internal rewards that employees get directly 
from 
performing the task itself. In the context of knowledge sharing intrinsic reward refers to 
the pleasure or satisfaction derived from knowledge sharing, while, extrinsic rewards for 
knowledge sharing can range from monetary or financial rewards such as increased salary 
and bonuses to non-monetary rewards such as recognition, promotion or job security. In 
practice, monetary rewards are often used for encouraging knowledge sharing among 
employees. 
Such rewards can be used in order to stimulate employees to actively participate in 
knowledge-sharing initiatives during the initial phase, however, are not useful while 
creating the culture of knowledge sharing in an organization, but, non-monetary rewards, 
such as recognition or training are more effective compared to financial rewards, 
furthermore, when people were encouraged to share explicit knowledge, reward could be 
an effective strategy. 
 
2.3 Reward system : 
Koskela et.al (2009) defined reward system as methods of achieving control in 
organizations as well as defining the relationship between the individual employee and 
the organization. 
Moreover, reward systems are ways of controlling individual and organizational behavior 
which need to achieve the organizational strategy and the organization's goals. 
The level of reward is more often determined by individual performance using 
bonus systems and individually set salaries based on individual achievement. 
 
2.3.1 Reward systems types : 
 Omran et.al (2013) found that the reward types are intrinsic rewards such as 
autonomy and responsibility, collective rewards for instance profit-sharing and medical 
insurance, variable (individual) rewards such as a monetary bonus, fixed (individual) 
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rewards, salary increase, and socioemotional rewards including for instance awards and 
recognition as shown in table (2.1). 
Furthermore, the article conducted that, deficiency of incentives has been suggested to be a 
major barrier to knowledge sharing across cultures, in addition to, incentives and rewards 
have been recommended as interventions to facilitate knowledge sharing and help build a 
supportive culture. 
Zarei et.al (2015) conducted thatthe use of incentives, which include both financial and  
REVIEW 
nonfinancial rewards, can be helpful for encouraging workers to be involved in 
safety programs, and they also demonstrated that, incentives improve safety performance 
and quality for performance at construction sites. 
Table 2.1 Organizational reward types.  ( Chen, Ford and Farris, 2010 ) . 
Intrinsic Feelings of competence, autonomy, responsibility 
Collective Medical insurance, profit sharing (more egalitarian then individual). 
Rewards that are system-wide and provided to a broad classification of 
employee. 
Variable Rewards which are provided one time only, such as merit bonus 
Fixed Rewards which are add on base salary, such as merit pay increase 
Socioemotional Awards, recognition, (dinners, tickets has limited monetary value and 
counts therefore as non-monetary) 
2.3.2 Motivational factors for rewards systems : 
In this section, motivation factor that influences rewards and incentives systems 
will mention.  
(Nesan et.al.,2012), is defined motivation as the influences and processes that increase or 
decrease an individual‘s desire and commitment to achieve personal and organizational 
goals, furthermore, there is a need to develop incentive and reward structures to motivate 
employees in construction organizations, however, motivation has vital behavior in the 
effective utilization and sharing of knowledge, in addition to, motivating individuals to 
create share and use knowledge is a critical success factor for all knowledge management 
projects. 
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Furthermore there are many issues that influence motivation of construction 
employees, material availability, tool availability, rework, crew interfacing, overcrowded 
areas, inspection delays, craft-worker absenteeism, foreman changes and incompetence of 
foremen. 
 
2.3.2.1 Types of Motivation in construction projects . 
According to ( Mr. LY Sidoeun et.al;2011) there are two types of motivation( intrinsic 
motivation and extrinsic motivation. 
 Intrinsic motivation . 
Intrinsic motivation can arise from the self-generated factors that influent people‘s 
behavior.  
It can take the form of motivation by working itself when individuals (workers ,foremen, 
managers, supervisors) feel that their work is important, interesting and challenging. 
 Moreover, it provides them with a reasonable degree of independent (freedom to act), 
opportunities to achieve, scope to use as well as develop their skills and abilities. 
 Extrinsic motivation . 
Extrinsic motivation is referred to things are done to or for employees to motivate, It 
can have an immediate and powerful effect. 
These include rewards, such as incentives, increased pay, praise, or promotion; and 
punishments, such as disciplinary action, with holding pay, or criticism. 
Actual performance is thus a function of ability, motivation and working 
conditions, as shown in Figure (2.1) 
 
 X     X     =      
 
              Mr. LY Sidoeun- SangkatTeukthla, Khan SenSok, Phnom Penh, Cambodia , 2011 
 
Figure(2.1) :The relationship between performance and ability, motivation and working 
conditions 
2.3.3 Rewards category . 
Armstrong, M (2007) showed in his book that, rewards can be divided into four 
categories: Transactional, relational, individual and communal. Some rewards can be 
Ability Motivation Environmental 
conditions 
Performance 
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considered as transactional and individual in the same time, while others can be 
considered as relational and communal. 
Transactional rewards are tangible, they include the financial rewards, these 
rewards can be easily copied by competitors, in addition, individual rewards are the ones 
that are given to employees individually; it is meant to be for an individual employee.  
An example of a transactional individual reward is the contingent pay. 
Contingent pay is “Additional financial rewards may be provided that are related 
to performance, competence, contribution, skill or experience.”  
 Rewards can also be intangible and these are called relational rewards, these rewards are 
essential to enhance the transactional rewards (financial rewards).  
Relational rewards “are less easy to imitate by competitors.” 
 Furthermore, Communal rewards mostly include rewards that have to do with the work 
environment or community; this makes it related to relational rewards and somehow 
makes it a part of it. 
Examples of relational communal rewards are: employee voice and recognition. 
Employee voice occurs when the company takes the views of the employees into 
consideration, listens to them and acts upon them. 
 Employee voice is defined as “the term increasingly used to cover a whole variety of 
processes and structures which enable, and sometimes empower employees, directly and 
indirectly, to contribute to decision making in the firm”.  
This is considered as a reward for the employees because it recognizes the 
contribution of the employees that might cause the organization to succeed and gain 
more profit. 
Recognition is considered one of the best methods of rewarding employees; it shows 
them that the company appreciates their effort; it increases their self-esteem which 
allows them to be more comfortable in the workplace. 
 It also makes them gain the respect of other employees in the company, there are 
many ways for recognition to take place in the company; it can either be by promotions 
or by giving positive feedbacks by managers. 
Rewards can be financial and non-financial (Combining both transactional and 
relational rewards) will create a powerful reward system which will be hard to copy by 
competitors, and having a powerful reward system will create a positive work 
CHAPTER  3                                                                                     METHODOLOGY 
  
environment which will also result in having hard working employees. Moreover, this will 
create a company that will be an “employer of choice”. It will attract the most skilled 
employees to the company which will help the company gain comparative advantage. 
( Armstrong, M. 2007 ) 
2.3.4 Influence of incentives on project performance . 
Mr.LY Sidoeun et.al (2011) showed as a result, it is important for construction 
managers hire (18) those (workers, foremen, supervisor, engineering, etc.) with ability to 
do what is needed.  
They must try to be sure employees are motivated to contribute the required tasks, 
that these tasks are used well or are directed to high performance, so that performance 
results in workers will reach desired outcomes, moreover,(Ghasemi,et.al.,2015) conducted 
that, the surprising incentive would improve the  
employees safety performance just in the short term because the surprising value of 
the incentives decrease over time, on other hand,( Suprapto,et.al.,2015)reported that, 
incentive-based contracts for projects are likely to displaybetter team working quality than 
non-incentive contracts. 
White et.al (2015) presented that, the degree to which reward systems have been 
adapted to encourage and reinforce the processes of change within the industry, so 
that,changes in reward management systems have been at the heart of developments in 
human resource management (HRM),furthermore, in construction industry there is a high 
proportion of “atypical” workers and a rapidly fluctuating workload within which one 
might expect to find more variable forms of reward having appeal to managers, otherwise, 
(Chinowsky et.al.,2008) conducted that,knowledge management provides the opportunity 
for project to access and utilize knowledge in current project scenarios. 
Knowledge management is achieving limited success in terms of fundamental 
changes to 
Organization and project processes. 
 
2.3.5 Effectiveness of rewarding systems . 
Nesan et.al (2012) conducted that, under the rewarding system,employees should be 
treated fairly and equally by clearly definingand communicating the system to them, 
making honest appraisals,and rewarding according to the effort of participation, 
performance, skill level and desired behavior of the employees, more than according to 
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(Human Resource Management book) there are many purposes for using rewards systems 
as follows : 
 Motivating enhanced performance. 
Organizational effectiveness is enhanced through employee performance, reward 
can motivate performance if: 
 The reward is attractive to the individuals. 
 The reward is tied to a certain level of performance. 
 The individual perceives that level of performance to be attainable.  
 Developing employee’s skills. 
Reward system can be used to enhance organizational effectiveness by 
using rewards to increase the skill level of employees. 
An organization can design reward systems to reward individuals who develop 
their skills and, in turn, who contribute to higher productivity and organizational 
effectiveness. 
 Attracting and retaining good employees. 
An effective rewards system is competitive with firms to develop a kind of 
competency and talent employee and is more attractive to prospective candidates. 
 Reducing absenteeism. 
An construction organization can reward systems to reduce absenteeism by linking 
bonuses to level attendance, this strategy is particularly useful compensating for 
low job content and poor working conditions that cannot be improved. 
 Facilitating organizational culture and strategic objectives. 
Reward system can shape culture precisely because of their important influences on 
motivation, satisfaction and membership, furthermore rewards create a culture of 
participation.  
 Defining and reinforcing organizational structure. 
 
Mikander (2010) conducted that, in order to make the rewards more motivating the 
employer should include the employees to a greater extent in the decision making process 
and development of the reward, moreover (Axelsson,et.al.,2009) showed that, rewards 
based on performance measures ,so the companies can reward employees for their work 
performance to maximize the firm's long-term value, in addition to that, increasing the 
responsibility for an employee usually tends to also increase motivation; this because 
increased responsibility makes the employee feel more appreciated and skillful, however 
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the major connection between performance of work and rewards are goals set, the 
performance measured in contrast to these goals, there are two types of measures, financial 
and non-financial, although both can used. 
The financial reward is most common and that concern with return on investment for the 
firm, on other hand non-financial rewards concern with quality. 
2.3.6 Challenges for rewards system : 
Royal et.al (2011) found that construction management faces numerous challenges 
in determining how to reward employees. 
 They must balance market competitiveness, internal equity, organizational 
performance and individual performance considerations, although issues of “fairness” 
underlie each of these areas. 
Justice and equity are related concepts that have long been associated with observation of 
pay fairness, Specifically, reward fairness and the related constructs of pay justice and 
equity have been found to be strongly related to employee attitudes including pay 
satisfaction, however, organizations must ensure that reward programs are rooted in 
principles of fairness in order to motivate and engage employees from  
different backgrounds and experiences, on the other hand, (Awuor et.al.,2012) presented 
that, the main challenge of an effective reward system is related to defining criteria on how 
the reward should be distributed among people; the use of standards of differentiation that 
people consider are fair and the consistency of these standards with the context of the 
organization are essential for there to be commitment to the company and the work to be 
performed, while, (Mikander.,2010) said that, the biggest challenge in motivating the 
employees is to find the right balance between individual based reward and company based 
reward, it was unfair in company based rewards that people who do not work hard get 
rewarded by the hard work of others. 
 
2.4 Conclusion : 
Employee motivation is one of the most essential parts in construction company’s 
development and success.It is hence vital for an employer to understand what motivates the 
employees 
and how to maximize their overall job performance. 
In this research, a questionnaire is used to determine incentives and its influence for work 
performance in construction companies in Gaza strip.   
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Chapter 3 : RESEARCH METHODOLOGY 
3.1 Introduction: 
          This chapter discusses the methodology that has been used in this research. The 
chosen methodology to accomplish this study uses the following techniques: the 
information about the research design, research population, questionnaire design, 
statistical data analysis, content validity and pilot study.  
 Research Design : 3.2  
 The first phase of the research thesis proposal included identifying and defining 
the problems and establishment objective of the study and development research 
plan.  
 The second phase of the research included a summary of the comprehensive 
literature review. Literatures on claim management was reviewed.  
 The third phase of the research included a field survey which was conducted with 
the contracting companies in Gaza strip. 
 The fourth phase of the research focused on the modification of the questionnaire 
design, through distributing the questionnaire to pilot study, The purpose of the 
pilot study was to test and prove that the questionnaire questions are clear to be 
answered in a way that help to achieve the target of the study. The questionnaire 
was modified based on the results of the pilot study.  
 The fifth phase of the research focused on distributing questionnaire. This 
questionnaire was used to collect the required data in order to achieve the research 
objective. 
 The sixth phase of the research was data analysis and discussion. Statistical 
Package for the Social Sciences, (SPSS) was used to perform the required analysis. 
The final phase includes the conclusions and recommendations. 110 questionnaires 
were distributed to the research population and 103 questionnaires are received, 
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3.3 Data Measurement : 
In order to be able to select the appropriate method of analysis, the level of measurement 
must be understood. For each type of measurement, there is/are an appropriate method/s 
that can be applied and not others. In this research, ordinal scales were used. Ordinal scale 
is a ranking or a rating data that normally uses integers in ascending or descending order. 
The numbers assigned to the important (1,2,3,4,5) do not indicate that the interval between 
scales are equal, nor do they indicate absolute quantities. They are merely numerical labels. 
Based on Likert scale we have the following:  
 
 
3.4 Test of Normality : 
Table (3.1): Kolmogorov-Smirnov test 
Field Kolmogorov-Smirnov 
Statistic P-value 
Moral and tangible motivations 0.914 0.374 
Incentives in the company as negative rewards 1.299 0.068 
The effectiveness of the incentive system in 
companies 
0.802 0.541 
Problems and obstacles that facing the application 
of motivation systems in companies 
0.850 0.466 
All items of the questionnaire 0.646 0.798 
 
Table (3.1) shows the results for Kolmogorov-Smirnov test of normality. From Table (3.1), 
the p-value for each field is greater than 0.05 level of significance, then the distribution for 
each field is normally distributed. Consequently, Parametric tests will be used to perform 
the statistical data analysis.Fi 
3.5 Statistical analysis Tools : 
The researcher used data analysis both qualitative and quantitative data analysis methods. 
The Data analysis made utilizing (SPSS 22). The researcher utilize the following statistical 
tools: 
 
1) Kolmogorov-Smirnov test of normality. 
2) Pearson correlation coefficient for Validity. 
3) Cronbach's Alpha for Reliability Statistics. 
4) Frequency and Descriptive analysis. 
5) Relative importance index(RII). 
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6) One-sample T test. 
T-testis used to determine if the mean of item is significantly different from a hypothesized 
value 3 (Middle value of Likert scale). If the P-value (Sig.) is smaller than or equal to the 
level of significance, 0.05  , then the mean of a item is significantly different from a 
hypothesized value 3. The sign of the Test value indicates whether the mean is 
significantly greater or smaller than hypothesized value 3. On the other hand, if the P-value 
(Sig.) is greater  than the level of significance 0.05  , then the mean a item is 
insignificantly different from a hypothesized  
value 3. 
3.6 Data Collection Methodology : 
In order to collect the needed data for this research , we use the secondary resources in 
collecting data such as books, journals, statistics and web pages , in addition to preliminary 
resources that not available in secondary resources through distribute questionnaires on study 
population in order to get their opinions about rewards systems at the organizational level and 
execution of projects in the construction industry in Gaza strip. 
Research methodology depend on the analysis of data on the use of descriptive analysis, 
which depends on the poll and use the main program (SPSS). 
The total number distributed was 110 questionnaires to contracting companies in Gaza 
strip, 103 questionnaires answered and received, which represents 93.6 % response rate. 
 
Table (3.2): Sample Size 
 
Both Arabic and English version of questionnaire are prepared. The entire questionnaire 
extended to four pages and was divided to four sections (see appendix (1) and appendix (2) 
for both version of questionnaire). 















No 297 103 110 103 93.6% 
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: sample size of unlimited population 
: sample size of limited population 
Z: value (1.96 for 95% confidence) 
P*: degree of variance between the elements of population (0.5) 




3.7 Pilot Study : 
The pilot study was conducted by distributing the questionnaire to four panels of experts 
having experience in the same field of the research to have their remarks on the 
questionnaire. The questionnaire validity was assessed by the experts and the remarks were 
taken into consideration and the questionnaire was modified as requested by the experts.  
3.8 Validity of Questionnaire : 
Validity refers to the degree to which an instrument measures what it is supposed to be 
measuring. Validity has a number of different aspects and assessment approaches. 
Statistical validity is used to evaluate instrument validity, which include internal validity 
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3.8.1  Internal Validity .   
Internal validity of the questionnaire is the first statistical test that used to test the validity 
of the questionnaire. It is measured by a scouting sample, which consisted of 30 
questionnaires through measuring the correlation coefficients between each item in one 
field and the whole field. 
Table (3.3): Correlation coefficient of each item of " Moral and tangible motivations " and 







1.  Honoring employees. .683 0.000* 
2.  Promotions. .331 0.001* 
3.  Certificates of recognition. .543 0.000* 
4.  Other benefits (bonuses). .727 0.000* 
5.  Paid vacations. .585 0.000* 
6.  Insurance. .693 0.000* 
7.  Extra work paid. .737 0.000* 
8.  Promotions. .705 0.000* 
9.  Petty cash. .722 0.000* 
*  Correlation is significant at the 0.05 level  
Table (3.3) clarifies the correlation coefficient for each item of the "Moral and tangible 
motivations " and the total of the field. The p-values (Sig.) are less than 0.05, so the  
correlation coefficients of this field are significant at α = 0.05, so it can be said that the items of this 
field are consistent and valid to be measure what it was set for. 
 
Table (3.4) : Correlation coefficient of each item of " Incentives in the company as negative rewards " 
















The company uses the preference system among the 
employees to raise the spirit of the level of participation. 
.779 0.000* 
4.  Reduce the company's accomplishments and promotions. .756 0.000* 
* Correlation is significant at the 0.05 level  
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Table (3.4) clarifies the correlation coefficient for each item of the " Incentives in the 
company as negative rewards " and the total of the field. The p-values (Sig.) are less than 
0.05, so the correlation coefficients of this field are significant at α = 0.05,  so it can be said 
that the items of this field are consistent and valid to be measure what it was set for.  
Table (3.5) : Correlation coefficient of each  item of " The effectiveness of the 







1.  Performance upgrades. .390 0.000* 
2.  Increasing productivity. .403 0.000* 
3.  Improve performance at work. .537 0.000* 
4.  Increase of positive competition. .527 0.000* 
5.  A reflection of the negative competition. .400 0.000* 
6.  Reach to quality in the completed works. .337 0.000* 
7.  Applying of safety factors at work. .413 0.000* 
8.  












Table (3.5) clarifies the correlation coefficient for each item of the " The effectiveness of 
the incentive system in companies " and the total of the field. The p-values (Sig.) are less 
than 0.05, so the correlation coefficients of this field are significant at α = 0.05,  so it can 







CHAPTER  3                                                                                     METHODOLOGY 
  
Table (3.6): Correlation coefficient of each  item of " The effectiveness of the 







11.  Performance upgrades. .390 0.000* 
12.  Increasing productivity. .403 0.000* 
13.  Improve performance at work. .537 0.000* 
14.  Increase of positive competition. .527 0.000* 
15.  A reflection of the negative competition. .400 0.000* 
16.  Reach to quality in the completed works. .337 0.000* 
17.  Applying of safety factors at work. .413 0.000* 
18.  












Table (3.6) clarifies the correlation coefficient for each item of the " The effectiveness of 
the incentive system in companies " and the total of the field. The p-values (Sig.) are less 
than 0.05, so the correlation coefficients of this field are significant at α = 0.05,  so it can 
be said that the items of this field are consistent and valid to be measure what it was set for. 
Table (3.7) : Correlation coefficient of each item of " Problems and obstacles that facing the 







1.  Non-mainstream incentive system .316 0.001* 
2.  Blurred contribution of incentives .464 0.000* 
3.  Approved upgrades system in companies. .280 0.002* 
4.  Difficult physical conditions. .642 0.000* 
5.  Political circumstances around. .635 0.000* 
6.  Salaries .389 0.000* 
7.  Extra work .282 0.002* 
8.  Promotions .423 0.000* 
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9.  Allowances .356 0.000* 
10.  Misuse of powers in distributing of incentives. .579 0.000* 
11.  
Not to include the incentives in the company's 
budget. 
.526 0.000* 
12.  Lack of possibilities of the company .640 0.000* 
13.  Increase the workers numbers. .227 0.011* 
14.  




Table (3.7) clarifies the correlation coefficient for each item of the " Problems and 
obstacles that facing the application of motivation systems in companies " and the total of 
the field. The p-values (Sig.) are less than 0.05, so the correlation coefficients of this field 
are significant at α = 0.05,  so it can be said that the items of this field are consistent and 
valid to be measure what it was set for.  
3.8.2 Structure Validity of the Questionnaire . 
Structure validity is the second statistical test that used to test the validity of the 
questionnaire structure by testing the validity of each field and the validity of the whole 
questionnaire. It measures the correlation coefficient between one field and all the fields of  
the questionnaire that have the same level of liker scale.  
 
Table (3.8) : Correlation coefficient of each field and the whole of questionnaire 
 
No. Field 




1.  Moral and tangible motivations .748 0.000* 
2.  Incentives in the company as negative rewards .707 0.000* 
3.  




problems and obstacles that facing the 
application of motivation systems in companies 
.432 0.000* 
 
Correlation is significant at the 0.05 level  
Table (3.8) clarifies the correlation coefficient for each field and the whole questionnaire. 
The p-values (Sig.) are less than 0.05, so the correlation coefficients of all the fields are 
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significant at α = 0.05, so it can be said that the fields are valid to be measured what it was 
set for to achieve the main aim of the study.  
3.9 Reliability of the Research : 
The reliability of an instrument is the degree of consistency which measures the attribute; it 
is supposed to be measuring (George and Mallery, 2006). The less variation an instrument  
produces in repeated measurements of an attribute, the higher its reliability. Reliability can 
be equated with the stability, consistency, or dependability of a measuring tool. The test is 
repeated to the same sample of people on two occasions and then compares the scores 
obtained by computing a reliability coefficient (George and Mallery, 2006). To insure the 
reliability of the questionnaire, Cronbach’s Coefficient Alpha should be applied. 
 Cronbach’s Coefficient Alpha   
Cronbach’s alpha (George D. &Mallery P, 2006) is designed as a measure of 
internal consistency, that is, do all items within the instrument measure the same 
thing? The normal range of Cronbach’s coefficient alpha value between 0.0 and  
+ 1.0, and the higher values reflects a higher degree of internal consistency. The 
Cronbach’s coefficient alpha was calculated for each field of the questionnaire. 
Table (3.9) : Cronbach's Alpha for each field of the questionnaire. 
 
No. Field Cronbach's Alpha 
1.  Moral and tangible motivations 0.811 
2.  Incentives in the company as negative rewards 0.584 
3.  




Problems and obstacles that facing the application 
of motivation systems in companies 
0.731 
 All items of the questionnaire 0.789 
 
Table (3.9) shows the values of Cronbach's Alpha for each field of the questionnaire and 
the entire questionnaire. For the fields, values of Cronbach's Alpha were in the range from 
0.584 and 0.811. This range is considered high; the result ensures the reliability of each 
field of the questionnaire. Cronbach's Alpha equals 0.789 for the entire questionnaire 
which indicates an excellent reliability of the entire questionnaire. 
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3.10 Conclusion : 
The Thereby, it can be said that the researcher proved that the questionnaire was valid, 
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Chapter4 : Data analysis and results discussion 
 
4.1 Introduction : 
          The purpose of this chapter is to analyze and discuss the results collected from the 
field survey of questionnaire responded by contracting companies in Gaza strip.  
The collected questionnaires were processed by using the statistical package for social 
(SPSS). 
4.2 General information about the construction companies in Gaza strip : 
          In this section brief information about practical experience in the construction industry 
in years , number of employees in the organization , academic qualification , job Title , 
practical experience in the current organization in years (for employee) and practical 
experience in the construction industry in years will be presented. 
4.2.1 Practical experience in the construction industry in years . 
Table (4.1): Practical experience in the construction industry  
Practical experience in the construction 
industry 
Frequency Percent 
Less than 5 3 2.9 
5 – less than 10 years 31 30.1 
10 – less than 15 years 43 41.7 
15 and more 26 25.2 
Total 103 100.0 
   Table (4.1) shows that 2.9% of the sample have experience in the construction industry " 
Less than 5", 30.1% of the sample have experience"5 – less than 10 years ", 41.7% of the 
sample have experience"10 – less than 15 years " and 25.2% of the sample have experience 
in the construction industry "15 and more ", the largest percent (67%) of survey sample 
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4.2.2 Number of employees in the organization . 
Table (4.2): Number of employees in the organization 
Number of employees in the 
organization 
Frequency Percent 
Less than 5 1 1.0 
5 –10 26 25.2 
11 –15 49 47.6 
More than 15 27 26.2 
Total 103 100.0 
Table (4.2) shows that 1.0% of the organization have employees “Less than 5", 25.2% 
have employees "5 –10 ", 47.6% have employees "11 –15" and 26.2% of the organization 
have employees "More than 15''.  
4.2.3 Academic qualification . 
Figure (4.1) shows that 5.8% of  the sample are " Diploma " holders, 61.2% of the 
sample are " Bachelor " holders, 25.2% of  the sample are " Master " holdersand7.8% of  
the sample are other holders, 86% of respondents have academic qualification which 




Figure (4.1): Academic qualification 
 
CHAPTER  4                               DATA ANALYSIS AND RESULTS DISCUSSION 
  
4.2.4  Job Title . 
Table (4.3): Job Title 
Job Title Frequency Percent 
Project Manager 23 22.3 
Site engineer 38 36.9 
Designer 22 21.4 
Other 20 19.4 
Total 103 100.0 
 
Table (4.3) shows that 22.3% of the sample is project manager, 36.9% of the sample is site 
engineer, 21.4% of the sample is designer and 19.4% of the sample is other job title. 
4.2.5 Practical experience in the current organization in years ( for employee ) . 
 
Figure (4.2) shows that 28.2% of the sample have experience in the current 
organization " Less than 5", 41.7% of the sample have experience"5 – less than 10 years ", 
22.3% of the sample have experience"10 – less than 15 years " and 7.8% of the sample 





Figure (4.2): Practical experience in the current organization in years 
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4.2.6 Practical experience in the construction industry in years . 
Table (4.4): Practical experience in the construction industry.     
Practical experience in the construction 
industry in years Frequency Percent 
Less than 5 14 13.6 
5 – less than 10 years 44 42.7 
10 – less than 15 years 30 29.1 
15 and more 15 14.6 
Total 103 100.0 
 
Table (4.4) shows that 13.6% of the sample have experience in the construction industry " 
Less than 5", 42.7% of the sample have experience"5 – less than 10 years " 29.1% of the 
sample have experience"10 – less than 15 years " and 14.6% of the sample have experience 
in the construction industry "15 and more ". 
4.3 Identify the incentives system that followed in contracting companies 
working in Gaza strip . 
In this section the adopted incentives systems , will be discussed through motivation and 
incentives wide world of tangible and moral values and the fulcrum of effective institutions in 
the structure of the business , tangible and moral system and Incentives in the company as 
negative rewards. 
4.3.1Motivation and incentives wide world of tangible and moral values and the 
fulcrum of effective institutions in the structure of the business . 
 
Table (4.5): Motivation and incentives wide world of tangible and moral values. 
Item 
Yes No Don’t know 
N % N % N % 
have background for possible rewards 
Systems traded in the construction industry 
98 95.1 4 3.9 1 1.0 
Tracking incentive system at work in 
company. 
97 94.2 5 4.9 1 1.0 
Incentives vary depending on Job Title 80 82.5 17 17.5 - - 
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have tangible and moral rewards system 
which is one of rewards systems used in the 
company 
93 95.9 4 4.1 - - 
 
Table (4.5) shows that 95.1% of the sample have background for possible rewards Systems 
traded in the construction industry, while, 94.2% of the sample agree with tracking 
incentive system at work in company, moreover, most of contracting companies see that 
incentives vary depending on job title, majority of companies agree that tangible and moral 
rewards system which is one of rewards systems used in the company. 
4.3.2 It is known that tangible and moral system is the most effective reward systems. 
 
Table (4.6): “Moral and tangible motivations” 






Promotions - Moral 3.72 1.28 74.41 5.43 0.000* 1 
Certificates of appreciation.  - Moral 3.55 0.95 70.97 5.57 0.000* 2 
Insurance.  - Tangible 3.30 0.92 66.02 3.16 0.001* 3 
Paid vacations.  - Tangible 3.20 1.17 64.09 1.69 0.047* 4 
Tangible- Extra work paid. 2.87 1.01 57.36 -1.24 0.109 5 
Other benefits (bonuses).  - Tangible 2.84 1.14 56.77 -1.37 0.087 6 
Honoring employees.  - Moral 2.83 1.12 56.56 -1.48 0.071 7 
Tangible- Petty cash. 2.63 1.16 52.61 -3.04 0.002* 8 
Tangible- Promotions. 2.55 1.14 51.09 -3.74 0.000* 9 
All items of the field 3.06 0.69 61.18 0.82 0.208  
 The mean is significantly different from 3 
Table (4.6) shows that most of companies comply with (74.41%) that their company used 
moral promotion to their employees with mean (3.72) and Test-value = 5.43, and P-value = 
0.000 which is smaller than the level of significance 0.05  . The sign of the test is 
positive, so the mean of this item is significantly greater than the hypothesized value 3.  
We conclude that the respondents agreed to this item. 
There is a comply between previous studies(Nesan,etal.,2012) and this study about moral 
promotion .  
Moreover, (70.97%) of companies presented that their companies used moral certificates 
of appreciation, with mean (3.55) and Test-value = 5.57, and P-value = 0.000 which is 
smaller than the level of significance 0.05  . The sign of the test is positive, so the mean 
of this item is significantly greater than the hypothesized value3. 
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We conclude that the respondents agreed to this item, previous studies(Zarei,etal,2015)  
mentioned that certification of appreciation is common used to motivate employees in 
firms, and there is accomplishment with current study. 
While, (66.02%) from sample used insurance for their employees(tangible 
incentives), with mean (3.3) and Test-value = 3.16, and P-value = 0.001which is smaller 
than the level of significance 0.05  . The sign of the test is positive, so the mean of this 
item is significantly greater than the hypothesized value3. We conclude that the 
respondents agreed to this item, in all of the world there is agreement to follow insurance 
system as a tangible system for employees in companies as this is comply with study. 
While, (51.09%) from sample used Promotions for their employees(tangible 
incentives), with mean (2.55) and Test-value = -3.74, and P-value = 0.000 which is smaller 
than the level of significance 0.05  . The sign of the test is negative, so the mean of this 
item is significantly smaller than the hypothesized value3. We conclude that the 
respondents disagreed to this item. 
While, (52.61%) from sample used Petty cash for their employees(tangible 
incentives), with mean (2.63) and Test-value = -3.04, and P-value = 0.002which is smaller 
than the level of significance 0.05  . The sign of the test is negative, so the mean of this 
item is significantly smaller than the hypothesized value3. We conclude that the 
respondents disagreed to this item, there is a conflict between previous studies and this 
study as previous studies have confirmed that the companies follow petty cash as tangible 
motivation and this was denied by this study. 
It's conclude that, the mean of the filed “Moral and tangible motivations” equals 
3.06 (61.18%), Test-value = 0.82, and P-value=0.208 which is greater than the level of 
significance 0.05  . The mean of this field is insignificantly different from the 
hypothesized value 3. We conclude that the respondents agreed to field of “Moral and 
tangible motivations ". 
4.3.2.1Negative motivation system (punishment) as reward system. 
Table (4.7): company use negative motivation system (punishment) as a motivation system . 
Company use negative motivation system 
(punishment) as reward system 
Frequency Percent 
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Don’t know - - 
No 33 34.4 
Yes 63 65.6 
Total 96 100.0 
 
Table (4.7) shows that, majority of contracting companies use negative motivation system 
(punishment) as a motivation system, but (34.4%) of contracting companies don’t use 
negative motivation system (punishment) as reward system. 
This high percentage confirms that usage of punishment, a reprimand (negative motivation) 
is considered a motivator for employees to gain access to required productivity. 
 
4.3.3 Incentives in the company as negative rewards . 
 
Table (4.8): “ Incentives in the company as negative rewards ” 






The company uses a reprimand system 
as way for stimulating. 
3.63 0.60 72.70 8.35 0.000* 1 
The company used to lose petty cash 
system as way for stimulating. 
3.03 0.90 60.63 0.28 0.390 2 
The company uses the preference 
system among the employees to raise 
the spirit of the level of participation. 
2.79 0.88 55.87 -1.86 0.034* 3 
Reduce the company's 
accomplishments and promotions. 
2.54 0.95 50.79 -3.86 0.000* 4 
All items of the field 3.00 0.56 60.00 0.00 0.500  
 The mean is significantly different from 3 
(72.70%)from sample used a reprimand system as way for stimulating with mean equals 
3.63, Test-value = 8.35 and P-value = 0.000 which is smaller than the level of 
significance 0.05  . The sign of the test is positive, so the mean of this item is 
significantly greater than the hypothesized value 3. We conclude that the respondents 
agreed to this item. 
While, (60.63%)from sample used to lose petty cash system as way for stimulating 
with mean equals 3.03, Test-value = 0.28 and P-value = 0.390 which is greater than the 
level of significance 0.05  . The sign of the test is negative, so the mean of this item is 
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significantly greater than the hypothesized value 3. We conclude that the respondents 
agreed to this item. 
Moreover, (55.87%) from sample used the preference system among the employees 
to raise the spirit of the level of participation with mean equals 2.79, Test-value = -1.86 
and P-value = 0.034 which is smaller than the level of significance 0.05  . The sign of 
the test is positive, so  
the mean of this item is significantly smaller than the hypothesized value 3 . We conclude 
that the respondents disagreed to this item. 
          Meanwhile, (50.79 %) from sample reduce the company's accomplishments and promotions 
with mean equals 2.54, Test-value = -3.86 and P-value = 0.000 which is smaller than the level of 
significance 0.05  . The sign of the test is positive, so the mean of this item is significantly smaller 
than the hypothesized value 3 . We conclude that the respondents disagreed to this item. 
          Due to the poor economic conditions in the Gaza Strip, a reprimand punishment is used as a 
negative stimulus, but universally considered reduce the company's accomplishments and promotions 
is the system used in the punishment, this shows the difference in cultures worldwide. 
Finally, the mean of “Incentives in the company as negative rewards” equals 3.00 (60.00%), Test-
value = 0.00, and P-value=0.500 which is greater than the level of significance 0.05  . The mean 
of this field is insignificantly different from the hypothesized value 3. We conclude that the 
respondents (Do not know, neutral) to field of ''Incentives in the company as negative rewards ". 
4.4The effectiveness of the incentive system in companies. 
 
Table (4.9): “The effectiveness of the incentive system in companies” 






 Positive incentive system 
contribute to: 
      
 Performance upgrades. 4.50 0.56 89.90 27.20 0.000* 1 
 Applying of safety factors at work. 4.50 0.70 89.90 21.73 0.000* 1 
 Improve performance at work. 4.46 0.56 89.13 26.57 0.000* 3 
 Increasing productivity. 4.44 0.55 88.74 26.31 0.000* 4 
 Increase of positive competition. 4.32 0.69 86.47 19.32 0.000* 5 
 Reach to quality in the completed 
works. 
4.26 0.66 85.24 19.52 0.000* 6 
 A reflection of the negative 
competition. 
3.26 0.99 65.15 2.62 0.005* 7 
 use punishment (negative 
motivation) works on: 
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 Stay in a state of activity and 
positive among employees. 
3.09 1.16 61.75 0.76 0.224 8 
 Ensure the performance of work 
effectively and quickly. 
3.08 1.19 61.55 0.66 0.254 9 
 Providing self-motivation of the 
individual to increase efficiency. 
3.06 1.00 61.17 0.59 0.278 10 
All items of the field 3.90 0.42 77.91 21.62 0.000*  
 
Table (4.9) shows that, from analysis of questionnaire, (89.9%) from contracting 
companies agree that positive incentive system contribute to performance upgrades with 
mean of 4.5, Test-value = 27.2 and P-value = 0.000 which is smaller than the level of 
significance 0.05  . The sign of the test is positive, so the mean of this item is 
significantly greater than the hypothesized value 3 . We conclude that the respondents 
agreed to this item. 
         Also, (88.74%) from contracting companies agree that positive incentive system 
contribute to increase productivity with mean of 4.44, Test-value = 26.31 and P-value = 
0.000 which is smaller than the level of significance 0.05  . The sign of the test is 
positive, so the mean of this item is significantly greater than the hypothesized value 3 . 
We conclude that the respondents agreed to this item, moreover, The majority of 
companies agree that positive incentive system contribute to improve performance at work 
, increase of positive competition, reflect of the negative competition and apply of safety 
factors at work. 
Meanwhile, highly percent of companies agree that using  punishment (negative                          
   
motivation) works on Providing self-motivation of the individual to increase efficiency , 
ensure the performance of work effectively and quickly and stay in a state of activity and 
positive among employees. 
The mean of “The effectiveness of the incentive system in companies” equals 3.90 
(77.91%), Test-value = 21.62, and P-value=0.000 which is smaller than the level of 
significance 0.05  . The sign of the test is positive, so the mean of this field is 
significantly greater than the hypothesized value 3. We conclude that the respondents 
agreed to “The effectiveness of the incentive system in companies ". 
 










4.5 Problems and obstacles that facing the application of motivation systems in 
companies . 
Table (4.10): “Problems and obstacles that facing the application of motivation systems in 
companies” 






 More obstacles for the incentive 
system: 
      
 Non-mainstream incentive 
system 
3.48 0.84 69.51 5.76 0.000* 7 
 Blurred contribution of 
incentives 
3.61 0.87 72.23 7.17 0.000* 5 
 Approved upgrades system 
in companies. 
3.15 1.10 63.00 1.37 0.087 12 
 Difficult economical 
conditions. 
3.69 1.10 73.73 6.31 0.000* 3 
 Political circumstances 
around. 
4.31 1.09 86.14 12.02 0.000* 1 
 Non-compliance with labor 
laws with regard 
      
 Salaries 2.83 1.32 56.50 -1.34 0.092 14 
 Extra work 3.06 1.22 61.17 0.48 0.314 13 
 Promotions 3.27 1.00 65.49 2.78 0.003* 10 
 Allowances 3.31 1.01 66.21 3.12 0.001* 9 
 Misuse of powers in 
distributing of incentives. 
3.67 1.21 73.33 5.55 0.000* 4 
 Not to include the incentives 
in the company's budget. 
3.70 1.06 74.00 6.61 0.000* 2 
 Lack of possibilities of the 
company. 
3.52 1.11 70.39 4.75 0.000* 6 
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 Increase the workers 
numbers. 
3.43 1.22 68.54 3.56 0.000* 8 
 Lack of awareness of the 
motivation Systems 
importance. 
3.26 1.16 65.24 2.29 0.012* 11 
All items of the field 3.52 0.47 70.38 11.11 0.000*  
 
 
Table (4.10) shows the following results: 
The majority of contracting companies (86.14%) agree that political circumstances 
is the most obstacle that facing application of motivation systems in companies, also (74%) 
of contracting companies presented that not to include incentives in the company's budget 
is also an obstacle for the incentive system, moreover, (73.73%) agree that difficult 
economical conditions plays an important role to be an obstacle for the incentive system. 
Also, highly percent of contracting companies see that Misuse of powers in 
distributing of incentives, blurred contribution of incentives are efficient obstacles which 
facing application of rewards system. 
On other hand, most of companies agree that lack of possibilities of the company, 
non-mainstream incentive system also considered obstacles facing application of 
incentives system.  
Finally, majority of companies deal with increase workers numbers and non-
compliance with labor laws with regard allowances and promotions are also considered 
problems facing application of rewards systems in company. 
So, it is concluded that there are obstacles and problem facing application of 
rewards systems in companies, which lead to affect direct impact on the productivity and 
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Chapter 5: Conclusion and recommendations 
5.1 Introduction : 
In this chapter the results of each objective will be discussed alone and 
recommendations possible to work out for obtaining rewards systems in construction 
industry. 
5.2 conclusion and recommendation . 
 Objectives: 
5.2.1 Investigate about adopted reward systems in Gaza strip contracting firms . 
From previous chapter it was concluded that : 
 Majority of companies have background for possible rewards systems traded in the 
construction industry. 
 Most of companies used incentive system at work in company. 
 The largest percent of companies used moral motivation such as (Certificates of 
appreciation, Promotions), and tangible (financial) incentive such as (Insurance, 
Paid vacations)widely. 
 Highly percent from sample use negative motivation system (punishment) as 
reward system to motivate employees especially, usage a reprimand system as way 
for stimulating. 
So it could be recommended as to: 
 Use Tangible motivation as( Petty cash and Promotions) and moral motivation as 
(honoring employees). 
 Reduce the company's accomplishments and promotions as negative motivation 
system. 
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5.2.2  Measure the effectiveness applying reward system . 
The results showed that : 
 Majority of companies agreed that using positive incentive system contribute to: 
 Performance upgrades. 
 Increasing productivity. 
 Improve performance at work. 
 Increase of positive competition between employees. 
 Reach to quality in the completed works. 
 Applying of safety factors at work. 
 
 Majority of companies agreed that using punishment as (negative motivation) 
works on : 
 Ensure the performance of work effectively and quickly. 
 Stay in a state of activity and positive among employees. 
 
So it could be recommended as follow : 
 It's recommended to reach to the quality in the completed works as a result for 
usage of incentives. 
 It's recommended to provide self-motivation of the individual to increase 
efficiency. 
 Work to strengthen the rewards system and make it more visible to staff and a more 
transparent and fair. 
 Attention to the positive psychological motives that achieve the organization goals 
and objectives of subordinates. 
5.2.3 Challenges of applying reward system. 
The results showed that : 
 Majority of companies agreed that major Problems and obstacles that facing 
application of motivation systems in companies are : 
 Political circumstances around. 
 Not to include the incentives in the company's budget. 
 Difficult economic conditions. 
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 Misuse of powers in distributing of incentives. 
 Blurred contribution of incentives. 
 Increase the workers numbers in companies.. 
So it could be recommended as follow : 
 It's recommended to include the incentives in the company's budget. 
 Provide workshops for engineering companies to illustrate the importance of 
incentives in the performance of work. 
 It is recommend to study feasibility to force engineering companies with regard to 
labor laws and wages and vacations. 
 Directing engineering companies to include incentive systems in their plans and 
strategy. 
5.3 summary : 
The effective of incentive system had a positive impact on the performance for 
employee and raise morale, also has a significant impact on improvement performance and 
increase productivity for employees . 
There is no doubt that the topic of incentives is long and complex subject and that 
the special circumstances of each facility, so be on every facility to examine the internal 
and external environment and the activity practiced to be able to develop a special 
incentive system meets its requirements and purpose for which the lead position for him . 
The process is not easy to motivate employees but involves a lot of factors that 
mentioned previous, in this research it is essential that any facility management gives the 
utmost importance of this issue will continue until to the established requirements . 
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University of Palestine 
Faculty of Applied Engineering and urban Planning  
Civil engineering department 
 
Peace be upon you, and mercy of God and His blessings, 
Rewards systems at the organizational level and execution of projects in the 
construction industry in Gaza strip 
The study aims to find out the incentives systems that used in engineering construction 
companies in Gaza strip and extent of their impact in improving the Functionality of 
employees with surrounding obstacles to implementation and ways to develop these 
regimes. 
Beginning extend our sincere thanks and gratitude for your contribution portion of your 
time to answer and fill in this questionnaire, which is part contributor to complete the 
search as a requirement to obtain a bachelor's degree in construction management and 
construction engineering at the University of Palestine. 
Research aims: 
 Identify the approved incentive systems in the engineering construction companies 
in Gaza strip. 
 Measure the effectiveness of the application of the incentives system in 
construction companies in Gaza strip. 
 Identify constraints that facing the application of rewards system in the engineering 
construction companies in the Gaza strip. 
Target group: 
Contracting engineering companies operating in the construction industry includes 
(company directors - engineers - designers - work supervisors and any other position under 
the framework of engineering Contracting Companies) . 
Prepared by:  
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Part one: (General information about the construction companies in Gaza Strip). 
Construction companies in Gaza Strip are considered Target segment because they are the 
largest group working in the field of construction industry in Gaza, follows that the 
specificity of the results. 
1. Practical experience 
in the construction 
industry in years. 
     Less than 5    Less than 5-10       Less than 10-15    More than 15 
2. Number of 
employees in the 
organization. 
   Less than 5    Less than 5-10     Less than 10-15    More than 15 
3. Academic 
qualification. 
       Diploma         bachelor       Master       Other……… 
4. Job Title.   Project manager       Site engineer     Designer      Other……… 
5. Practical experience 
in the current 
organization in years 
(for employee). 
   Less than 5     Less than5-10     Less than 10-15    More than 15 
6. Practical experience 
in the construction 
industry in years (for 
employee). 
 Less than 5  Less than5-10   Less than 10-15  More than 15 
 
Part two: Identify the incentives system that followed in contracting companies working 
in Gaza strip. 
 First section: motivation and incentives wide world of tangible and moral values and 
the fulcrum of effective institutions in the structure of the business in light of this 
clarified. 
 Yes No Don’t know 
7. You have background for possible rewards 
Systems traded in the construction industry. 
   
8. Tracking incentive system at work in your 
company. 
   
If the answer of (8) Yes, answer the following and if it was (no) go to the third and fourth Section. 
9. Incentives vary depending on your Job Title.    
10. You have tangible and moral rewards system 
which is one of rewards systems used in the 
company. 
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 Second section: It is known that the tangible and moral system is the most effective reward 
systems and on this basis, select the extent of use of the following incentives in companies. 




Honoring employees.      
Promotions.      
Certificates of recognition.      
Other benefits (bonuses).      




Paid vacations.      
Insurance.      
Extra work paid.      
Promotions.      
Petty cash.      
 
 
Yes No Don’t know 
11. Your company use negative motivation system 
(hurdles) as reward system. 
   
If the answer of (11) Yes, answer the following and if it was (no) go to the third and fourthSection 
 
Select the degree of the following incentives in the company as negative rewards: 
incentives type incentives 
Very 
Large 




The company uses a reprimand 
system as way for stimulating. 
     
The company used to lose petty cash 
system as way for stimulating. 
     
The company uses the preference 
system among the employees to 
raise the spirit of the level of 
participation. 
     
Reduce the company's 
accomplishments and promotions. 
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Part three: (The effectiveness of the incentive system in companies). 
The successful company that knows how to take advantage of the efficiency and effectiveness 
of its employees and developing a system of incentives to influence positively on the 
performance of their employees to reach the desired goals of the company, Explain how much 





Agree Neutral Disagree 
Totally 
Disagree 
12. Positive incentive system contribute to: 
 Performance upgrades.      
 Increasing productivity.      
 Improve performance at work.      
 Increase of positive competition.      
 A reflection of the negative competition.      
 Reach to quality in the completed works.      
 Applying of safety factors at work.      
13. You believe in necessity of effective punishment as a way to stimulating, so use punishment (negative 
motivation) works on: 
 Providing self-motivation of the individual to 
increase efficiency. 
     
 Ensure the performance of work effectively 
and quickly. 
     
 Stay in a state of activity and positive among 
employees. 
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Thank you for your cooperation 
Part Four: problems and obstacles that facing the application of motivation systems in 
companies. 
Each system can be applied constraints, amphitheater for you some of the obstacles in front of 




Agree Neutral Disagree 
Totally 
Disagree 
14. More obstacles for the incentive system : 
 Non-mainstream incentive system      
 Blurred contribution of incentives      
 Approved upgrades system in companies.      
 Difficult economic conditions.      
 Political circumstances around. 
 
 




Agree Neutral Disagree 
Totally 
Disagree 
 Non-compliance with labor laws with regard: 
     
 Salaries      
 Extra work      
 Promotions      
 Allowances      
 Misuse of powers in distributing of incentives. 
     
 Not to include the incentives in the company's 
budget. 
     
 Lack of possibilities of the company 
     
 Increase the workers numbers.  
     
 Lack of awareness of the motivation Systems 
importance. 
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   جامعة فلسطين
 كلية الهندسة التطبيقية و التخطيط العمراني
 الهندسة المدنيةقسم 
 
 السلام عليكم ورحمة الله و بركاته ,,,
 ) نظم التحفيز على المستوى التنظيمي و تنفيذ المشاريع في صناعة البناء والتشييد  (      
تهدف الدراسة إلىى معرفىة ظنظمىة الحىوافز المتبعىة فىي اىركات المقىاوست الهندسىية فىي قطىا  غىزة و مىدى ظ ر ىا فىي 
 الوظيفي لها مع توضيح المعوقات ظمام تطبيقها و سبل تطوير  ذه الأنظمة .تحسين الأداء 
بداية نتقدم بجزيىل الشىكر و اسمتنىام لمسىا متكم بجىزء مىن وقىتكم ليجابىة فىي تعبسىة  ىذا اسسىتبيام الىذي يعتبىر جىزءا  
 يد بجامعة فلسطين .مسا ما  لإتمام البحث كمتطلب لنيل درجة البكالوريوس في  ندسة إدارة الإنشاء و التشي
 البحث: أهداف
 التعرف على ظنظمة الحوافز المعتمدة في اركات المقاوست الهندسية في قطا  غزة. 
 قياس مدى فاعلية تطبيق نظام التحفيز في اركات المقاوست في قطا  غزة. 
 غزة.تحديد المعيقات التي تواجه تطبيق نظام التحفيز في اركات المقاوست الهندسية في قطا   
 
 المستهدفة: الفئة
المشرفين و  -المصممين  -المهندسين  -اركات المقاوست الهندسية العاملة في صناعة التشييد و يشمل(مدير الشركة 
 المدرج عملهم تحت إطار اركة المقاوست الهندسية).
  ذه البيانات ستستخدم لغرض البحث العلمي فقط. ملاحظة : 




 ر ابو اوقة      عام ،  عبد الرحمن تمراز ،  مي البساينةديما ابو كرش،  
   تحت إاراف
 م . إيمام السويطي
 6102  - 5102
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 معلومات عامة عن اركات المقاوست العاملة في قطا  غزة . : الجزء الأول 
 دییالتشي صيناعة مجيا  فيي عاملة فئة أكبر لأنھا وذلك المستھدفة الفئة ھي غزة قطاع في العاملة المقاولات شركات تعتبر
 . النتائج دقة ذلك على ترتبی مما القطاع في
 
 : ( التعرف على نظام الحوافز المتبع في اركات المقاوست العامة العاملة في قطا  غزة )الجزء الثاني 
 الاعميا  ةیيبن فيي للمؤسسيات فعيا  ارتكياز ومحيور ةیوالمعنو ةیالماد میالق من واسع عالم والحوافز زیالتحف: القسم اسول 
 ؟ نیب ذلك ضوء في
  نعم س ظعرف س
 
 توجد لديكم خلفية عن ظنظمة التحفيز الممكن تداولها في صناعة الإنشاءات. .7   
 تتبع اركتكم نظام التحفيز في العمل. .8   
 : الرابع و الثالث الجزء إلى انتقل س كانت حال في التالي عن ظجب نعم) 8( عن اسجابة كانت حال في
 تتنو  الحوافز لديكم حسب الدرجة الوظيفية. .9   
يوجد لديكم نظام التحفيز المىادي ظو المعنىوي و ىو إحىدى ظنظمىة التحفيىز المسىتخدمة فىي  .01   
 الشركة.
 ) :11( إلى انتقل س كانت حال في التالي عن اجب نعم) 01( عن اسجابة كانت حال في
الخبررررررم ال في ررررر   ررررر   ررررر      .1  5من أقل                       01-5 من أقل  51-01 من أقل  51 من أكثر 
 الإنش ءات (ب لس وات):
  دد ال  مي ن    الفؤسس : .2  5من أقل  01-5  51 -11  51  من أكثر 
 الفؤهل الت ي ف : .3 دبيوم    بك لوريوس     م جست ر   .........أخرى  
 الفسفى الوظ ف : .4 مشروع مدير   موقع مه دس          مصفم  .........أخرى  
 الخبرررررم ال في رررر   رررر  الفؤسسرررر  .5 5 من أقل  01-5  51 -11  51 من أكثر 
لف بررررررررر  ال يررررررررر ) ( الح ل ررررررررر 
 (ب لس وات):
الخبررررررم ال في ررررر   ررررر   ررررر      .6  5من أقل  01-5  51 -11  51  من أكثر 
الإنشرررررر ءات (لف برررررر  ال يرررررر ) 
 (ب لس وات):
 CIBARA NI ERIANNOITSEUQ                                                               I XIDNEPPA
 
درجـة  وـدد للـ  ضـوء فـي ةيـفعال  يـالتوف أنظمـة أكرـر  ھ والمعنـو  المـاد  النظـات أ  المعروف م    الراني القست
   الشركة في التالية الوواف استخدات 
 
 الحافز
كبةةةةةةةةة     درجةةةةةةةةةة
 جدا  
 درجةةةةةةةةةةةةةةةةةةةةةةةةةةةة كب    درجة
 متوسطة




      مدفوعة الأجر  إجازات 
      تأمينات 
      إضافي مدفوع الأجر عمل 
      ترقيات 








 كبةةةةةةةةة    درجةةةةةةةةةة
 جدا  
 كب    درجة
 درجةةةةةةةةةةةةةةةةةةةةةةةةةةةةةة
 متوسطة
 قليلة جدا   درجة قليلة درجة
 مكافةةةةةةةةة تأخةةةةةةةةةر   مزايةةةةةةةةةا 
 )علاوات





      ترقيات 
      تقدير شهادات 
      لموظفيها تكريم 
 









 كبةةة    درجةةةة الحافز
 جدا
 درجةةةةةةةةةةةةةةةةةةةةةةةةةةةة كب    درجة
 متوسطة




  التةةةةةةو ي  نظةةةةةةا  الشةةةةةةركة تسةةةةةةت د 
 للتحفيز كوسيلة
     
 إنقةةةةةةةا  نظةةةةةةةا  الشةةةةةةةركة تسةةةةةةةت د 
 للتحفيز كوسيلة  النثريات
     
 المحا ةةةةةةةا  نظةةةةةةةا  الشةةةةةةةركة تسةةةةةةةت د 
 روح لترفع معينين لموظفين والتفضيل
 الآخرين لد  مشاركة
     
 الإجةةةةةةةةةازات مةةةةةةةةةن الشةةةةةةةةةركة تقلةةةةةةةةةل
 الممنوحة والترقيات
     
  نعم لا اعرف لا
 
 .يزشركتكم نظا  التحفيز السلبي (العقاب) كوسيلة للتحف تست د  .11   
 
 :الرا ع و الثالث الجزء إلى انتقل لا كانت  حال في التالي عن اجب نعم) 11( عن الإجا ة كانت  حال في
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 ( فعالية نظام الحوافز في الشركات ) الجزء الثالث :
إم الشركة الناجحة  ي تلك الشركة التي تعرف كيف تستغل كفاءة وفعالية عامليها وتقىوم بوضىع نظىام الحىوافز للتى  ير 




  شد 
أوافةةةةةةة   لا أواف  لا محايد أواف 
  شد 
      المتبعة في : يجاا يةنظا  الحوافز الإ يساهم .21
      مستو  الأداء رفع 
      الإنتاجية زياد  
      سرعة الأداء في إنجاز الأعمال زياد  
      المنافسة الإيجاا ية  ين طواقم العمل زياد  
      المنافسة السلبية  ين طواقم العمل انعكاس 
إلى الجود  في الأعمال المنجةز  ومطا قتهةا  الوصول 
 للمواصفات العامة
     
      الأمان في العمل لعوام تطبي  
 ضةرور  وفعاليةة العقةاب كوسةيلة للتحفيةز و علية   تةنمن .31
 : التحفيز السلبي يندي إلى-فإن است دا  العقاب
     
      الدافع الذاتي للفرد لزياد  كفاءت  توف  
      أداء العمل  فعالية وسرعة ضمان 
والإيجاا يةةةةةةة لةةةةةةد   اطفي حالةةةةةةة مةةةةةةن النشةةةةة البقةةةةةاء 
 الموظفين
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 (المشاكل والعوائق التي تواجه تطبيق ظنظمة التحفيز في الشركات ) الجزء الرابع :
من المعروف ظم لأي نظىام يمكىن تطبيقىه معيقىات, مىدرج لىديكم بعىق المعيقىات ظمىام ظي نظىام حىوافز يمكىن تطبيقىه حىدد 




 نشكر حسن تعاونكم معنا
 
 
 المعيقات لنظا  الحوافز لديكم: أكثر .41
 
  شد  ف أوا لا واف أ لا محايد أواف   شد  أواف 
      الحوافز  ا الاكتراث  تعميم نظ عد  
      شركة ال المسئولينوضوح أهمية الحوافز لد   عد  
      الترقيات والحوافز المعتمد  في الشركة نظا  
      التدريب ورشات العمل قلة 
      المادية الصعبة الظروف 
      السياسية المحيطة الظروف 
 أواف   شد  لا أواف  لا محايد أواف   شد  أواف  
      : يخص قوانين العمل فيما  الالتزا  عد  
       الرواتب 
      الإضافي العمل 
      الترقيات 
      البدلات 
      است دا  الصلاحيات في توزيع الحوافز سوء 
      إدراج الحوافز في ميزانية الشركة عد  
      الإمكانيات للشركة قلة 
      عدد العمال ياد ز  
      زالوعي  أهمية أنظمة التحفي قلة 
